Background: Although job satisfaction is among the most widely researched topics, relatively little research has been done on this issue as it relates to early childhood educators. This study was designed to contribute significantly to the deficient body of knowledge about working conditions and job satisfaction of day care teachers, in particular with regard to differences in job satisfaction depending on day care centres' ownership.
INTRODUCTION
Job satisfaction is among the most widely researched topics. Reasons therefore are evident: this issue has strong appeal because it is immediately relevant to one's own life. People spent much of their time at work, so understanding the factors involved in achieving fulfilment can have an impact on personal well-being of employees (1) . Nevertheless, relatively little research has been done on this topic as it relates to early childhood educators.
Although job satisfaction has first and foremost personal relevance, one can assume a direct causal link between educators' feelings of satisfaction and their productivity at work. This assumption is confirmed by the fact that low job satisfaction is one of the factors that affect the intention to leave and early retirement (2, 3) . Rates show that turnover is more frequent in child care centres than in any other teaching setting (4, 5) . This is difficult to tolerate as it has been associated with compromised development of children and lower-quality service (5) (6) (7) (8) . Furthermore this high rate puts an enormous strain on programmes that must search out and retrain new staff (1) .
This study was designed to provide a more detailed knowledge of different aspects on nursery school teachers' job satisfaction, in particular with regard to differences in job satisfaction depending on day care centres' ownership. Day care teachers working at public day care centres were compared with those working at day care centres run by churches or parents' initiatives (9) .
Additional research is needed to examine how child care teachers respond to structural components or conditions of their work helping policymakers and managers of day care centres to support caregivers. This may result in increased job satisfaction, contributing to an overall improvement of child care.
Theoretical Background
Multiple factors have an impact on job satisfaction. The Job Demands-Resources Model (JD-R model) (10) is a theoretical approach that tries to explain the relationship between psychosocial working conditions and well-being. The JD-R model was primarily developed to explain burnout. Depending on the context under study, it is possible to comprise various demands and resources. Therefore the JD-R model is also appropriate to explain well-being at work and job satisfaction (11) (12) (13) . Robustness of the model was confirmed by Llorens et al. (14) . According to the JD-R model the work environment is characterized by two general categories: job demands and job resources (10) .
Job demands include those physical, social, or organizational aspects of work that require continuing physical and/or psychological effort (i.e. cognitive or emotional). For that reason job demands are associated with physiological and/or psychological costs (e.g. exhaustion) (15, 16) . Job demands are not inevitably negative. Nevertheless, they may turn into job stressors when facing those demands requires high effort from which the employee does not appropriately recover (17) . Job demands of pedagogical staff include quantitative demands like multitude of job tasks (18) and also time pressure (19, 20) , physical demands (21-23), emotional demands (21) and demands for hiding emotions (22) . These job demands may differ depending on day care centres' ownership.
Job resources refer to physical, social, or organizational aspects of the job that (1) are functional in achieving work-related goals, (2) reduce job demands and the associated physiological and psychological costs, and (3) stimulate personal growth and development (10) . According to , job resources can be located at the level of the organization at large (e.g. pay, career opportunities, job security), the interpersonal and social relations (e.g. support of supervisor and co-workers, team climate), the organization of work (e.g. role clarity, participation in decision making), and at the level of tasks (e.g. skill variety, task identity, task significance, autonomy, performance feedback) (24) . The availability of job resources plays a motivational role because they foster employees' growth, learning and development (25) .
Job Satisfaction
Job satisfaction is an affective reaction to an individual's work situation. In accordance with Rice et al. (1991) , it can be defined as an overall feeling about one's job or career or in terms of specific facets of the job or career (e.g. compensation, autonomy, co-workers) and it can be associated with specific outcomes, for example productivity (26) . Despite the fact that a considerable amount of research has been done into the determinants of job satisfaction (27) (28) (29) , less attention has been paid so far to dissimilarities between different types of ownerships (12) . Only a few studies revealed mixed results in employees' job satisfaction across different types of ownership. Wong (2010) showed that teachers in non-profit-making (NPM) kindergartens had higher job satisfaction and lesser mental health complaints than employees of profit-making (PM) kindergartens (30) . Conversely, Mullis et al. (2003) found no significant differences in job satisfaction between directors in NPM and PM childcare centres (31) . As findings are inconsistent, the following hypotheses need to be tested: Hypothesis 1: Job satisfaction of day care teachers differs significantly depending on day care centres' ownership.
Previous research has shown that job characteristics can have a profound impact on employee job satisfaction (32, 33) . The JD-R model prognosticates an increase of emotional exhaustion and a decrease of job satisfaction when high job demands are experienced. Job resources, however, can reduce emotional exhaustion and increase job satisfaction (10, 13) .
Hypothesis 2a: High levels of perceived job demands are negatively related to job satisfaction.
Hypothesis 2b: High levels of perceived job resources are positively related to job satisfaction.
Personality characteristics can also have an influence on how individuals handle different demands related to work and wellbeing. Previous research on the Job Demand-Resources Model has been restricted to work related factors of job satisfaction (15) . Thus, the role of employees' personal resources has been neglected (e.g. coping and adaptation skills to manage job demands). According to Hobfoll and colleagues (2003) , personal resources are features of the self that are generally linked to resiliency and refer to persons' sense of ability to control and impact the environment successfully (15, 34) .
Findings from studies corroborated the importance of taking personality variables into consideration during the process of evaluating job satisfaction (35, 36) . In a recent investigation Mache et al. (2009) demonstrated that job demands and resources as well as personal resources are almost equally important aspects of physicians' job satisfaction (12) . One can assume that there are similar associations for day care teachers.
Hypothesis 2c: Job demands, job resources, and personal resources each contribute additional unique variance in relation to the work-related outcomes of job satisfaction.
MATERIALS AND METHODS

Research Design and Participants
A cross-sectional survey employing a standardized questionnaire to assess child care teachers' socio-demographic data, psychosocial working conditions and job satisfaction was conducted.
Invitations to take part in the study were made to n = 165 day care centres. These facilities, all located in a large German city, were randomly selected with regard to their type of ownership (public, confessional, parents' initiative). Participating day care centres varied greatly in size: the smallest had two employees, the largest 40. Data collection process took place between March and December 2010. The questionnaire was distributed together with a letter of invitation, the purpose of the study and a reply envelope. Child care teachers were informed that participation in the study was completely voluntary and anonymous. Therefore, informed consent was implied if educators completed and returned their questionnaire. In total, 500 of the 1,100 nursery school teachers who received questionnaires returned them (response rate 45%). Four hundred sixty-nine usable questionnaires were sent back.
Ethics
The ethical aspects were in full agreement with the Helsinki Declaration. Due to the fact that the study was carried out as an anonymous survey and participation was voluntary, an approval by an ethics committee was not required.
Instrument
Socio-demographic Data of Respondents
Items on the questionnaire pertained to pedagogical staffs socio-demographic characteristics, such as gender, year of birth, family status and children. Details on nursery school teachers' professional background were also collected (i.e. education specialty, years of experience). In addition, the type of day care centre ownership (public, church or parents' initiatives) at the educators' institution was also assessed.
Psychosocial Work Factors
Job-related and psychosocial factors at work were measured with the German version of the Copenhagen Psychosocial Questionnaire (COPSOQ) (37) -with the exception of "physical demands" (22) . The instrument applied in this survey consists of 12 scales concerning job demands (i.e. emotional demands), job resources (i.e. social support, possibilities for development) and job outcome (i.e. job satisfaction). Previous research corroborate reliability, validity and applicability of the COPSOQ (37) .
Demands at Work
Quantitative demands were assessed with four items (α = 0.75), e.g. "How often do you not have time to complete all your work tasks". Emotional demands were measured with three items (α = 0.76), e.g. "Is your work emotionally demanding". Demands for hiding emotions were obtained with two items (α = 0.71) "Does your work require that you hide your feelings". Physical demands (22) were analysed with three items (α = 0.63), for example "Is your work physically hard".
Job Resources
Possibilities for development were obtained with four items (α = 0.72), with questions such as "Do you have the possibility of learning new things through your work". The influence at work scale contained four items (α = 0.72), e.g. "Do you have a large degree of influence concerning your work". Quality of leadership was measured with four items (α = 0.88), e.g. "To what extent would you say that your immediate superior gives high priority to job satisfaction". Sense of community was assessed with three items (α = 0.83), with questions such as "Is there a good atmosphere between you and your colleagues". Social support was analysed with four items (α = 0.66), e.g. "How often do you get help and support from your colleagues". Degree of freedom at work were obtained with four items (α = 0.63), e.g. "Can you decide when to take a break". Meaning of work was assessed with three items (α = 0.77), for example "Is your work meaningful".
All items were scored on a five-point Likert scale either to assess the extent to which a statement applied to the participant (from "to a very large extent" to "to a very small extent") or to indicate the frequency of an occurrence (from "always" to "never/hardly ever") (38) . One exception was "physical demands", which were assessed with a 4-point answering scale (from "never" to "to a very large extent").
Job Satisfaction
The outcome measure job satisfaction was assessed using a 7-item scale (α = 0.78) asking participants to rate their work in general with questions such as "How pleased are you with the way your abilities are used?" Items were scored on a 4-point Likert scale (from "very satisfied" to "highly unsatisfied").
Personal Resources
In order to examine the role of personal resources in the process of evaluating job satisfaction, three typical resources were assessed, namely resilience, self-efficacy and optimism. Resilience, defined as the ability to successfully cope with change or misfortune (39) , was obtained with the German version of the Brief Resilient Coping Scale (BRCS; α = 0.72). The instrument consists of four items, e.g. "Regardless of what happens to me, I believe I can control my reaction to it." Each item was rated on a 5-point scale ("strongly agree" to "strongly disagree") (40) . In addition the questionnaire Self-Efficacy, Optimism and Pessimism (SWOP−K9) (41) was included too. This instrument is composed of the questionnaire on general expectation of self-efficacy (42) and the Life Orientation Test (LOT) (43) , which captures the outcome expectation. Optimism is measured with two items (α = 0.81), e.g. "I'm always optimistic about my future". Self-Efficacy was assessed with five items (α = 0.73), for example "I face difficulties with relative ease because I can count on my abilities". Items were scored on a 5-point Likert scale (from "always" to "never/hardly ever").
Analysis
In accordance with Nübling and colleagues (37), the categorical items pertaining to demands at work, job resources and job satisfaction were transformed on a value range from 0 (minimum, for instance "do not agree at all") to 100 points (maximum value, for instance: "fully agree"). Non-response behaviour to items and the category "does not apply" was processed as missing data. Calculation of scale values was carried out as mean of values of the single aspects (37). All scores followed a normal distribution.
Frequency distributions were used to describe respondents' demographic characteristics. Statistically significant differences in job satisfaction with respect to the three ownership types were evaluated by one-way analysis of variance (ANOVA). Person correlations were performed to capture relationships between variables.
In order to answer the question to which degree job satisfaction was dependent on day care teachers' demands and resources, a hierarchical regression analysis was carried out. The regression model with the dependent variable 'job satisfaction' comprised four blocks. First, the socio-demographic variables (age, years of experience) were entered. Next, with the second block, the personal resources (i.e. self-efficacy) were assessed. Third, the job demands (i.e. demands for hiding emotions) were entered. Finally, the fourth block contained the job resources (i.e. social support, possibilities for development).
All p-values given were two-tailed. Statistical significance was set at p < 0.05. Values are given as mean and standard deviation (SD). Data were analysed using PASW statistics version 18.
RESULTS
Descriptive Statistics
In the total sample almost all subjects were females (95.2%) with an average age of 44.8 years (SD = 9.8 years, range 21-63). The overwhelming majority of participants hold a degree as an early childhood educator (93.6%); only 17 hold an university degree in education (3.6%). On average, the pedagogical staff had 20.6 years of work experience (SD = 11.1 years). Table 1 summarizes the socio-demographic data of the participating child care teachers depending on the three different ownership types.
Job Satisfaction and Type of Centre
Hypothesis 1 predicted a significant difference in nursery school teachers' job satisfaction depending on day care centres' ownership. Employees working at public day care centres (M = 58.49; SD = 12.17) rated their job satisfaction lower than those working at day care centres run by churches (M = 64.45; SD = 14.17) or parents' initiatives (M = 66.86; SD = 13.23). This statistically significant difference (F 2, 466 = 19.63, p < 0.001) support hypothesis 1 ( Table 2) .
Determinants of Day Care Teachers' Job Satisfaction
For Hypothesis 2a and 2b, which stated that high levels of perceived job demands are associated with low levels of job satisfaction whereas high levels of perceived job resources are associated with high levels of job satisfaction, correlations were performed. The results of the analysis are displayed in Table 3 . Work demands correlated significantly negative with job satisfaction in all cases, although the magnitude of correlation was quite variable, ranging from −0.17 to −0.39 (p < 0.01). Likewise job resources correlated significantly positive with job satisfaction (r = 0.23 to r = 0.57, p < 0.01). Positive correlations were also found between job satisfaction and all personal resources (r = 0.15 to r = 0.32, p < 0.01).
Taken together, these results confirm the assumptions of the corresponding hypotheses.
In order to identify determinants of day care teachers' job satisfaction block-wise multiple regression analyses were performed. F-ratios of all four models were highly significant. Table  4 illustrates standardized coefficients (Beta) and percentages of explained variance of each model.
The socio-demographic variables explained solely a marginal portion of the variance (2%). A significantly negative beta weight for years of experience (β = −0.24, p < 0.01) was observed. With inclusion of personal resources in the second step additionally 12% of the variance could be explained.
In the third step, the job demands explained an additional 15% of the variance in job satisfaction. Except for emotional demands all other job demands represented a significantly negative beta weight.
Finally, addition of the job resources in the fourth step yielded an increase of 28% of the variance explained. Of the seven job resources, four (influence at work, meaning of work, quality of leadership, and sense of community) had significantly positive beta weights.
The model showed a rather good fit: 57% of the observed variance in job satisfaction was explained. These results support Hypothesis 2c.
DISCUSSION
The purpose of the present study was to investigate differences in job satisfaction between employees of day care centres with different ownership types (public, confessional, and parents' initiatives). Due to the fact that job satisfaction is one of the factors that is associated with early retirement (2, 3) 
Job Satisfaction and Centre Type
The structure of an organization is associated with the nature, quantity, and quality of its out-put. According to Dreeben, schools can be considered as organizations or workplaces which output is a service, in fact, education or teaching (46) . This perspective can be extended to day care settings (47) . Pedagogical staff experience of their workplace, the way they respond to structural components or psychosocial working conditions has an impact on their job satisfaction.
Regarding the first hypothesis, results revealed differences in day care teachers' job satisfaction with respect to the type of centre. Working for parents' initiatives was associated with greater job satisfaction on average.
This finding is consistent with previous research showing that educators' job satisfaction can differ depending on day care centres ownership (30, 48) . By contrast, Mullis et al. reported no significant differences between childcare centre directors in their perceptions of job satisfaction (31) . This may be due to the fact that the status difference between teachers and directors may moderate their perceptions of school culture (30) .
Day care teachers' job satisfaction generally seems to be more interpersonal involving quality of leadership, social support and sense of community. These three features showed the strongest relationship with job satisfaction. In addition to the fact that work stress of employees can be reduced by a supervisor's social support (49), a flattened organizational structure -as it can be found in parents' initiatives -also fosters teachers' involvement and job satisfaction (50) .
Determinants of Day Care Teachers' Job Satisfaction
Day care teachers' job satisfaction was regressed onto various job demands, job resources and personal resources derived from the JD-R model. The results of the analysis indicate that each of these aspects is a vital component of job satisfaction.
The personal resources self-efficacy and optimism in block 2 were significantly associated with job satisfaction and this was
Independent variables
Job satisfaction β Table 4 . Summary of linear regression analyses on variables to explain variance in educators' job satisfaction still true for optimism in the final regression model. This is in line with the previous research, were employees' optimism was related to their job satisfaction (51) . Employees who are able to respond to adverse situations with optimism have greater persistence; a requirement for successful adaptation (52) . In the third model quantitative demands, physical demands, and demands for hiding emotions were significantly related to job satisfaction and this was also the case in the final model. The pressure of quantitative demands and time pressure (53) , demanding physical working conditions (1) , and the emotionally challenging work (54, 55) can reduce satisfaction significantly.
The most important factors contributing to job satisfaction in the final model were sense of community and quality of leadership. Relationships with the supervisor are a common source of both satisfaction (56, 57) and dissatisfaction (58, 59) . The supervisor sets the tone of the centre and has an impact on the work environment for the teachers (31) . Regardless of the type of centre, an attractive working environment and supportive working conditions contribute enormously to teachers' job satisfaction (48) . Therefore, job satisfaction might increase if day care centres possess a favourable school culture in terms of collaboration and mutual support among teachers and supervisor.
The final regression model shows a good fit with 57% of the observed variance in job satisfaction explained. Most variance was explained by job resources accounting for 28% unique variance in job satisfaction. This is in line with previous research applying the JD-R model to clarify well-being (10) (11) (12) . The availability of positive working conditions is prerequisite for well-being factors such as job satisfaction. Inclusion of job resources into the model seems to decrease adverse effects of job demands such as quantitative demands and demands for hiding emotions as proposed by the JD-R model (10) .
Limitations
As with all empirical research the current study is subject to certain methodological limitations. First, it is based on self-report. Early childhood educators may have felt obliged to give socially acceptable rather than honest responses to questions. Moreover, common method variance might have elevated the reported relationships among the variables. For that reason observational measure in the future research would be useful.
Second, the design of the study was cross-sectional and this form of research inhibits causal inferences of the investigated relationships. To fully examine day care teachers' job satisfaction other research designs such as qualitative, mixed method designs or longitudinal studies are needed.
CONCLUSION
In summary the results of the present study indicate that the type of the centre is a potential factor explaining variations in educators' job satisfaction. The relevance of the interaction between socio-demographic characteristics, psychosocial working conditions, and job satisfaction could be shown.
For occupational health professionals it is important to know what contributes most to day care teachers' job satisfaction and in which work characteristics the most gain is to be expected when they are subject to improvement projects. According to the results of the present study, sense of community and quality of leadership are important factors, as both accounted strongly for variance in job satisfaction.
Altogether results of the present study add to a growing base of knowledge on day care teachers' job satisfaction and provide a valuable basis for the development of solution focused approaches to improve pedagogical staff working conditions.
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